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ABSTRACT 
Empowerment of women entrepreneurs continually is faced with constant and unique 
challenges which call for survival business tactics. Therefore the purpose of the study 
was aimed at investigating the factors affecting economic empowerment of women 
entrepreneurs with reference to Kenya Women finance Trust (KWFT). The specific 
objectives of the study are to analyze the effect of corporate culture, discrimination, 
finance accessibility, women responsibility and corruption on economic empowerment of 
women entrepreneurs in Kenya. The study will be of benefit to the management of Kenya 
Women Finance Trust who understand hinders their contribution towards empowering 
women entrepreneurs and hence the benefit there of.  The study will also be of benefit to 
future researchers since they will stand a chance to get ideas regarding women 
empowerment and therefore carry out more detailed study on the same. The study may be 
limited by nature of work, confidentiality and non-corporation from the employees of 
KWFT. Descriptive research design was used in the study. The target population was 102 
respondents. The researcher used stratified random sampling procedure to select a sample 
size of 51 respondents. Questionnaires were used for collecting data which was analyzed 
using statistical tools and presented using pie charts, figures and tables. The findings of 
the study were as follows; the response for corporate culture was 90%, response for 
finance accessibility was 74%, the response for women responsibility 87%; that of 
women discrimination 82% and the response on corruption was 77%. These responses 
indicated that the factors highly affect the economic empowerment of women 
entrepreneurs and therefore measures need to be taken to eliminate them at any 
organization that deals with women empowerment. 
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OPERATIONAL DEFINITION OF TERMS 
Advancement  This is the ability to move from one stage of something 
to the other.  
Controlling  Checking performance against the agreed plans with a 
view of ensuring adequate progress being made towards 
the goals.  
Economic empowerment  This is the capacity of women and men to participate in, 
contribute to and benefit from growth processes in ways 
that recognize the value of their contributions, respect 
their dignity and make it possible to negotiate a fairer 
distribution of the benefits of growth. 
Morale  It’s the drive or willingness of an employee to perform 
a given task. 
Policies Systems of codified decisions established by an 
organization.  
Public Sector  These are government institutions. 
Staffing      Process that provides the organization with adequate, 
competent and qualified personal at all levels 
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CHAPTER ONE 
INTRODUCTION 
1.0 Introduction 
The chapter provides the background of the study, statement of the problem showing 
what necessitated the researcher to carry out the study. On the other hand the chapter 
gives the objectives of the study, significance, limitations, delimitations and the scope of 
the study. This gives good understanding of what the study is expects to attain. 
 
1.1 Background of the Study 
According to Steve (2007) historically, entrepreneurship has been a male-dominated 
pursuit, but many of today's most memorable and inspirational entrepreneurs are women. 
Come learn about some of the most influential entrepreneurial women past and present. 
All business owners face certain challenges, but women because of their gender often 
have additional challenges and obstacles that their male peers are less likely to encounter. 
Working women who have children experience even more demands on time, energy and 
resources. But this does not mean women are less successful than men, in fact statistics 
show that women are starting businesses at more than twice the rate of male-majority-
owned businesses. The growing success rate of economic empowerment of women 
entrepreneurs shows that they are resourceful and able to succeed despite the odds. 
 
According to Joshua (2000) Economic empowerment of entrepreneurs in Kenya is the 
key to economic growth because they generating employment. But women-owned 
businesses could contribute more than what they are doing today. A growing amount of 
research shows that countries that fail to address gender barriers are losing out on 
significant economic growth. Without increased attention to the gender dimensions of 
economic development, Kenya is unlikely to meet its target growth. Therefore this 
demonstrates that addressing gender barriers in Kenya could generate significant 
economic growth for the country. The Kenyan government recognizes that Small-scale 
economic empowerment of women entrepreneurs in Kenya have not been on an equal 
footing when it comes to their access to opportunities and assets but it has yet to 
effectively address the barriers facing women in business. 
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Lack of Education is one of the Challenges Facing Women in Accessing Economic 
Opportunities in Kenya. Low education levels puts Small-scale Economic empowerment 
of women entrepreneurs in Kenya at a disadvantage compared to men. While the gender 
gap in primary education in Kenya has decreased in recent years, the gap remains high at 
secondary and tertiary education levels. Lower education does not emphasize 
entrepreneurship skills. It decreases the chances that women will have the knowledge 
needed to excel in business, and thereby contribute to the country's overall economic 
growth (Joshua, 2000). 
 
According to Martine (2010); In Kenya only 1% of women own property and that makes 
it very difficult for women to provide collateral for banks. We have to look for different 
instruments to address access to finance issues for women, like mentoring them, helping 
them prepare proposals for bank funding, and even providing a guarantee for the banks. It 
is essential for ensuring smooth business operations, and it spans issues such as enforcing 
contracts and employment disputes. Yet Small-scale Economic empowerment of women 
entrepreneurs in Kenya has difficulties when accessing justice. Using the formal courts in 
Kenya can be costly, complex, and time consuming for entrepreneurs. For women who 
are burdened with their multiple responsibilities in the household and at work and who do 
not have the know-how to navigate the government process, dealing with the complicated 
and often corrupt bureaucracy is another reason for avoiding the process. Managing 
employees is among the Challenges Facing Women in Accessing Economic 
Opportunities in Kenya. Finding and retaining good employees is essential for the 
success of a business, but can be difficult for economic empowerment of women 
entrepreneurs in Kenya. Since women-owned businesses tend to be smaller, they are 
often less likely to provide job security and retain good talent. Some women find that 
they are not taken seriously by their employees, especially in non-traditional sectors, and 
they have to make a special effort to win their respect. 
 
Even when women entrepreneurs do approach banks for financing, they tend to face 
discrimination. Women report that bank officials tend to ignore them in meetings and 
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prefer speaking to their husbands or male business partners: The fact that banks engage in 
gender bias prevents many women from even approaching them. Some women get so 
discouraged that they do not bother to seek bank financing and turn instead to informal 
savings groups. The licenses are too many and the cost too much. Being a woman seems 
to exaggerate that fact since most women are harassed by the city council officials when 
they come to inspect the business premises. Moreover, women may be less likely to meet 
and negotiate bribes with the predominantly male council officials. Business licensing is 
an issue for many economic empowerment of women entrepreneurs who perceive the 
process as lengthy and complex (Martine, 2010). 
 
Lack of Property Rights is one of the Challenges is capitalization Opportunities in Kenya. 
It prevents business women from expanding their businesses. Women accept that they 
should not own property themselves. The propensity is that it should be jointly owned. 
This lack of land and property is a significant barrier for Kenyan businesswomen. It 
translates directly into women's inability to access bank financing needed for their 
business. Competition is seen in form of the size of Market Share in the Rural Setting. 
There is limited expansion in these settings. New Competitors such as mini-super 
Markets with wide varieties of products for those who were engaged in selling household 
products are emerging. There is lack of knowledge on Business Management which 
include; management of debtors and proper Record Keeping. There is also need for 
effective communication to negotiate or bargain favorable with the customers (Mizra, 
2012). 
 
1.1.1 Profile of Kenya Women Finance Trust  
Kenya Women Finance Trust Limited (KWFT) is a Deposit Taking Microfinance and it 
is operating under the name Kenya Women Finance Trust-Deposit Taking Microfinance 
(KWFT-DTM). Over the last ten years, KWFT have together accumulated a great deal of 
experience. It is wholly convinced that: Low-income economic empowerment of women 
entrepreneurs and producers are the economic actors. Governments, financial institutions, 
NGOs and fenders have important roles.  
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Banking on low income economic empowerment of women entrepreneurs is not only the 
right thing to do, it is the smart thing to do – as an effective means to alleviate poverty, 
encourage entrepreneurship and reach an emerging growth market.  KWFT-DTM is now 
able to accept deposits and use its balance sheet to provide financing to its 400,000 
clients countrywide. The Central Bank of Kenya (CBK) gave a license to Kenya Women 
Finance Trust Deposit Taking Microfinance Limited (KWFT DTM) to carry out 
nationwide deposit-taking microfinance business. KWFT DTM becomes the second 
nationwide deposit taking microfinance institution to be licensed after Faulu Kenya 
Deposit Taking Microfinance Ltd (Faulu Kenya DTM), which was licensed in May 2009. 
 
Vision of KWFT is to maintain a sustainable and viable Institution of the future, with 
capacity to efficiently address dynamic and diverse financial and non-financial needs of 
women using adaptable technology in the changing economy. The Mission” To advance 
and promote the direct participation of economically active women in viable businesses, 
to empower them and improve their economic and social status, by efficiently providing 
diverse and sustainable financial and non-financial services by use of adaptable 
technology in the changing economy." 
 
The goal of the Kenyan Women’s Finance Trust (KWFT) programme is to promote the 
access of economically active low-income women to sustainable financial and non-
financial services to enable them to improve the economic and social status of their 
households. Since 2004, KWFT has grown into one of the biggest NGO-based 
microfinance operators in Africa.  
 
KWFT is also transforming itself into a deposit-taking financial institution, offering 
projected client savings accounts, thereby reducing the overheads created by using other 
commercial banks and passing on the savings to the beneficiaries in the form of cheaper 
loans. To improve the access of poor Kenyan women to financial services by increasing 
KWFT outreach, To increase the efficiency of KWFT field services and provide the 
target group with more appropriate products, To launch a full savings scheme for clients, 
To enhance the operational and financial sustainability of the KWFT operation, To 
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improve control and management systems continuously to cater for the requirements of a 
rapidly growing and decentralized institution. 
 
1.2 Statement of the Problem 
According to Vincent (2013) in general women have lower personal financial assets than 
men. This means that for a given opportunity and equally capable individual, women 
must secure additional resources compared to men in order to exploit the opportunity 
because they control less capital. A question that has developed into its own sub-field in 
the women’s entrepreneurship literature is if women have a harder time getting finance 
than men for the same business opportunity. Even though female entrepreneurship and 
the formation of women business networks are steadily rising, there are a number of 
challenges and obstacles that female entrepreneurs face. One major challenge that many 
women entrepreneurs face is the traditional gender-roles society may still have on 
women. Entrepreneurship is still considered as a male-dominated field, and it may be 
difficult to surpass these conventional views. Other than dealing with the dominant 
stereotype, women entrepreneurs are facing several obstacles related to their businesses. 
 
Study by Steve (2014) on women entrepreneurs show that women have to cope with 
stereotypic attitudes towards them on daily basis. Business relations from customers to 
suppliers and banks constantly remind the entrepreneur that she is different, sometimes in 
a positive way such as by praising her for being a successful entrepreneur even though 
she is a woman. Employees tend to mix the perceptions of the manager with their images 
of female role models, leading to mixed expectations on the woman manager to be a 
manager as well as a “mother”. The workload associated with being a small business 
manager is also not easily combined with taking care of children and a family. However, 
even if the revenues are somewhat smaller, women entrepreneurs feel more in control and 
happier with their situation than if they worked as an employee. Women entrepreneurship 
has been recognized as an important source of economic growth. Women entrepreneurs 
create new jobs for themselves and others and also provide society with different 
solutions to management, organization and business problems. However, they still 
represent a minority of all entrepreneurs. Women entrepreneurs often face gender-based 
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barriers to starting and growing their businesses, like discriminatory property; 
matrimonial and inheritance laws and/or cultural practices; lack of access to formal 
finance mechanisms; limited mobility and access to information and networks, etc. 
 
According to Joshua (2012), a specific problem of women entrepreneurs seems to be their 
inability to achieve growth, especially sales growth. Another problem is finance and 
entrepreneurial process dependent on initial conditions. In other words, as women often 
have a difficult time to assemble external resources, they start as less ambitious firms that 
can be financed to a greater degree by their own available resources. This also has 
consequences for the future growth of the firm. Basically, firms with more resources at 
start-up have a higher probability to grow than firms with fewer resources. By resources 
is meant here societal position, human resources and financial resources. This initial 
endowment in the firm is therefore of great importance for firm survival and especially 
for firm growth. Despite the fact that many women entrepreneurs face growth barriers, 
they are still able to achieve substantial firm growth but not effective as compared to men 
entrepreneurs. 
 
A specific solution for solving difficulties facing women entrepreneurs has raised the 
need to conduct more detailed study which will enhance an understanding of the 
challenges facing women entrepreneurs and bring about solutions on how to enhance 
success of the economic empowerment of women entrepreneurs in Kenya. This need for 
study is brought about by the concern that, the studies conducted there-before did not 
address the challenges. By conducting the study, the researcher aimed at understanding 
the challenges better and therefore draft out a solution to enhance economic 
empowerment of entrepreneurs in Kenya.  
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1.3 Research Objectives 
1.3.1 General Objective 
The general objective of the study was to establish the perception factors affecting 
economic empowerment of women entrepreneurs in Kenya with reference to Kenya 
Women Finance Trust 
 
1.3.2 Specific Objectives  
The study was seeking to achieve the following objectives; 
i) To assess the effect of corporate culture on economic empowerment of women 
entrepreneurs at Kenya Women Finance Trust. 
ii) To determine the effect of finance accessibility on economic empowerment of women 
entrepreneurs at Kenya Women Finance Trust. 
iii) To analyze the effect of women responsibility on economic empowerment of women 
entrepreneurs at Kenya Women Finance Trust. 
iv) To find out the effect of discrimination on economic empowerment of women 
entrepreneurs at Kenya Women Finance Trust. 
v) To assess the effect of corruption on economic empowerment of women 
entrepreneurs at Kenya Women Finance Trust. 
 
1.4 Research Questions 
The study was governed by the following research questions  
i) How does corporate culture affect economic empowerment of women entrepreneurs 
at Kenya Women Finance Trust? 
ii) To what extent does finance accessibility affect economic empowerment of women 
entrepreneurs at Kenya Women Finance Trust? 
iii) How does women responsibility affect economic empowerment of women 
entrepreneurs at Kenya Women Finance Trust? 
iv) Does discrimination affect economic empowerment of women entrepreneurs at 
Kenya Women Finance Trust? 
v) How does corruption affect economic empowerment of women entrepreneurs at 
Kenya Women Finance Trust? 
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1.5 Significance of the Study 
1.5.1 Management of KWFT 
The study will be of great significance to the management of KWFT since it highlighted 
the major factors and challenges that affect economic empowerment of women 
entrepreneurs in the organization. It will be able to realize the challenges and use the 
recommendations there of to ensure that all employees treat their clients fairly. This 
assists the organization management on how to implement the best way which can bring 
about support to economic empowerment of women entrepreneurs in Kenya. 
 
1.5.2 Women Entrepreneurs  
The study will contribute greatly to women entrepreneurs in making them understand the 
challenges facing their effectiveness in performance. The economic empowerment of 
women entrepreneurs will stand a better chance on planning and strategizing better to 
effectively support the continuation of their growth. 
 
1.5.3 Other Researchers 
The study is of great significance to future researchers since it acts as a source of 
information on economic empowerment of women entrepreneurs and this enriches the 
literature review of future studies. Future researchers will therefore find the study helpful 
when covering other areas that were not included by this study. The study acts as 
reference and stimulates the interest among academicians and thereby encouraging 
further researchers on recognizing women employees as valuable assets in organizations. 
 
1.6    Scope of the Study 
The area of focus was on factors affecting economic empowerment of women 
entrepreneurs in Kenya with reference to Kenya Women Finance Trust located in 
Nairobi. The study was conducted during the months of July 2015 to September 2015 and 
addressed the matters concerning culture, finance accessibility, women responsibility, 
discrimination and corruption. The study targeted 102 employees who included the top 
level management, middle level management and the support staff.  
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1.7 Chapter Summary 
The chapter contains the introduction of the study which created an understanding of 
what the chapter contained. The background gives an overview of economic 
empowerment of women entrepreneurs while statement of the problem has provided the 
reason why study was conducted on this area. There are objectives to the study to guide 
its process; research question and scope of the study have been provided. This chapter 
gave good bases for the study. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction 
This chapter explored the literature review of the research study.  This helps to orient the 
readers on what has been done by past researchers to address the research problem. 
Literature was reviewed from journals, books, working papers, reports and periodicals.  
 
2.1 Review of Theoretical Literature 
2.1.1 Neoclassical Trade Theory 
Ricardo (1999) noted that, nearly all English-speaking countries rely on neoclassical 
economics to explain modern market economies, making it the world’s leading economic 
theory. Neoclassical economics grew out of the Classical School of economic thought 
proposed by economist Adam Smith in the 18th century. It sought to become a more 
encompassing economic theory by introducing two new concepts to Classical economics: 
perceived value and marginalize. 
 
Classical theory states that a product’s value consists of the cost of materials plus the cost 
of labor, which factor into price. Neoclassical theory, however, suggests that consumers 
often perceive goods as having a greater value beyond its production cost, which would 
affect both price and demand. The theory also states that economic decisions are 
sometimes made based on margins or the perceived likelihood that an economic choice 
will turn out to be profitable or beneficial in the future. Though the term “neoclassical 
economics” was coined in 1900, historians trace the theory’s origins back to the 1870s 
through the works of economists William Stanley Jevons, Carl Menger and Leon Walras. 
These economists focused on how the perceived usefulness, or utility, of goods affected 
market forces. Since utility is determined at the consumer level, neoclassical economics 
largely became a study in microeconomics (Ricardo, 1999). 
 
Neoclassical theory operates on a few basic assumptions–mainly that economic decisions 
are always made rationally based on fully informed evaluations of utility. In other words, 
consumers compare goods and purchase the ones having the greatest utility, or highest 
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personal value. The consumer’s main goal, the theory states, is to maximize personal 
satisfaction. Likewise, the goal of companies is to maximize profits. When consumers 
and companies both achieve their goals, markets experience economic equilibrium. In 
1933, economists Joan Robinson and Edward H. Chamberlin expanded the theory to 
include the idea of “imperfect competition” to explain how consumers and businesses 
continue to compete when some have an unfair advantage over others, such as in a 
monopoly. Later, other economists incorporated the principles of Keynesian 
macroeconomics into the theory. Thus, neoclassical economics gradually came to 
encompass a wide array of ideas from various schools of economic thought (Ricardo, 
1999). 
 
Some economists, however, reject the core assumptions of neoclassical economics as 
unrealistic. They argue that people and even businesses do not always behave rationally 
or make fully informed decisions. They criticize neoclassical economists for relying too 
heavily on mathematical models to describe markets, claiming such formulas are based 
on achieving economic utopia, not explaining how real markets operate. Mathematical 
formulas, they say, are too inflexible to accurately describe or predict human behavior, 
and too restrictive to apply to developing economies. Nevertheless, neoclassical 
economics remains the leading economic theory of the 20th and 21st centuries (Ricardo, 
1999). 
 
2.1.2 Feminist Trade Theory 
Attanasi (2009) indicated that feminist theory is the extension of feminism into 
theoretical or philosophical discourse which aims to understand the nature of gender 
inequality. It examines women's social roles, experience, interests, and feminist politics 
in a variety of fields, such as anthropology and sociology, communication, 
psychoanalysis, economics, literature, education, and philosophy. Feminist theory 
focuses on analyzing gender inequality. Themes explored in feminism include 
discrimination, objectification (especially sexual objectification), oppression, patriarchy, 
stereotyping, art history and contemporary art, and aesthetics.  
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Feminist theory explores both inequality in gender relations and the constitution of 
gender. It is best understood as both an intellectual and a normative project. What is 
commonly understood as feminist theory accompanied the feminist movement in the 
mid-seventies, though there are key texts from the 19th and early- to mid-20th centuries 
that represent early feminist thought. Whereas feminist theories first began as an attempt 
to explain women’s oppression globally, following a grand theoretical approach akin to 
Marxism, the questions and emphases in the field have undergone some major shifts. 
Two primary shifts have been (1) from universalizing to particularizing and 
contextualizing women’s experiences and (2) from conceptualizing men and women as 
categories and focusing on the category “women” to questioning the content of that 
category, and moving to the exploration of gendered practices. Thus, while many 
theorists do focus on the question of how gender inequality manifests in institutions such 
as the workplace, home, armed forces, economy, or public sphere, others explore the 
range of practices that have come to be defined as masculine or feminine and how gender 
is constituted in relation to other social relations. Feminist theories can thus be used to 
explain how institutions operate with normative gendered assumptions and selectively 
reward or punish gendered practices (Attanasi, 2009).  
 
2.2 Review of Past Studies 
2.2.1 Corporate Culture  
Russell (2003) stated that corporate culture is the beliefs and behaviors that determine 
how a company's employees and management interact and handle outside business 
transactions. Often, corporate culture is implied, not expressly defined, and develops 
organically over time from the cumulative traits of the people the company hires. A 
company's corporate culture will be reflected in its dress code, business hours, office 
setup, employee benefits, turnover, hiring decisions, and treatment of clients, client 
satisfaction and every other aspect of operations. 
 
According to Barley (2005) corporate culture refers to the shared values, attitudes, 
standards, and beliefs that characterize members of an organization and define its nature. 
Corporate culture is rooted in an organization's goals, strategies, structure, and 
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approaches to labor, customers, investors, and the greater community. As such, it is an 
essential component in any business's ultimate success or failure. Closely related 
concepts, discussed elsewhere in this volume, are corporate ethics (which formally state 
the company's values) and corporate image (which is the private perception of the 
corporate culture). The concept is somewhat complex, abstract, and difficult to grasp. A 
good way to define it is by indirection.  The concept of corporate culture emerged as a 
consciously cultivated reality in the 1960s along-side related developments like the social 
responsibility movement—itself the consequence of environmentalism, consumerism, 
and private hostility to multinationals. Awareness of corporate culture was undoubtedly 
also a consequence of growth, not least expansion overseas where corporations found 
themselves competing in other national cultures. As corporations became aware of 
themselves as actors on the social scene, corporate culture became yet another aspect of 
the business to watch and to evaluate alongside the "hard" measures of assets, revenues, 
profits, and shareholder return. 
 
Corporate culture by definition affects a firm's operations. It is also, by definition, 
something that flows from management downward and outward. In many corporations, 
the "culture" was set very early on by the charismatic activity and leadership of a 
founder. But as major tendencies become deeply institutionalized, corporate culture also 
becomes an institutional habit that newcomers acquire. In actual practice "reinventing" 
the corporation from the top down, therefore, is difficult to achieve, takes time, and 
happens only under strong leadership. Observers and analysts of the phenomenon tend to 
subdivide corporate culture into its various expressions related either to major 
constituencies (employees and workers, customers, vendors, government, the 
community) or to methods or styles of operation (cautious, conservative, risk-taking, 
aggressive, innovative). A corporate culture may also, by overstepping certain bounds, 
become suicidal—as the case of Enron Corporation, the energy trader illustrates. In the 
Enron corporate culture an aggressive, creative, high-risk style led to fraud and ultimate 
collapse. Analysis is helpful in understanding how a corporate culture expresses itself in 
specific areas. However, the concept is social and culture, as the phrase itself implies. It 
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does not lend itself to reorganization by a rearrangement of standard building blocks 
(Barley, 2005). 
 
Corporate culture can be a particularly important consideration for small businesses. A 
healthy company corporate culture may increase employees' commitment and 
productivity, while an unhealthy corporate culture may inhibit a company's growth or 
even contribute to business failure. Many entrepreneurs, when they first start a new 
business, quite naturally tend to take on a great deal of responsibility themselves. As the 
company grows and adds employees, however, the authoritarian management style that 
the business owner used successfully in a very small company can become detrimental. 
In a healthy culture, employees view themselves as part of a team and gain satisfaction 
from helping the overall company succeed. When employees sense that they are 
contributing to a successful group effort, their level of commitment and productivity, and 
thus the quality of the company's products or services, are likely to improve. In contrast, 
employees in an unhealthy corporate culture tend to view themselves as individuals, 
distinct from the company, and focus upon their own needs. They only perform the most 
basic requirements of their jobs, and their main and perhaps only motivation is their 
paycheck (Barley, 2005). 
 
According to Jalenga (2006) corporate culture is one of those focus areas that are not 
always fully understood and are not optimally utilized either in an organization. A basic 
definition of organizational corporate culture is the collective way we do things around 
here. It involves a learned set of behaviors that is common knowledge to all the 
participants. These behaviors are based on a shared system of meanings which guide our 
perceptions, understanding of events, and what we pay attention to. As Sun Tzu, a 
Chinese military general from 3000 BC, indicated in his explanation of strategy, 
corporate culture forms an integral part of any organizational strategy. It consists of Tao - 
the created and shared beliefs, values, and glue that holds an organization together, and it 
also involves the very nature of the organization. Corporate culture is about individuals in 
a group sharing patterns of behavior. There is no cultural absolute. Because corporate 
culture is relative, we have the power to create a corporate culture that is the best fit for 
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an organization’s future direction. Corporate culture plays out in a variety of ways. One 
can identify the specifics of it from how information is communicated, feedback is given, 
performance is managed, and projects are co-coordinated within the organization. It is 
reflected in the way the corporation or institution is structured; whether work is 
conducted cross-functionally or within silos, how the hierarchical levels are set up, and 
the types of job titles used. Corporate culture is often defined by the systems that are 
used, the processes that are followed, and the rituals, symbols, and stories that abound in 
the organization. It is even reflected in how meetings are held in an organization. 
 
When working towards company goals or when trying to effect change in the 
organization, ones organizational culture can be the very thing that trips one up. If 
insufficient effort is put towards identifying aspects of the corporate culture that may 
impact on what one are trying to achieve, then insufficient actions will be taken to 
circumvent obstacles in a timely manner or harness the way things are done in an 
opportune direction (Jalenga, 2006). 
 
Once a strategy is set for the organization, the way deliverables are produced in the 
organization needs to be examined and challenged. This is to ensure that every process is 
geared towards achieving the strategy. Every component of the corporate culture needs to 
underpin what is required from all stakeholders in order to realize the strategic goals. 
There must be a reinforcing stream of communications. All the actions in the 
organization need to translate into the cultural realities. A corporate culture can be 
created or reinforced through the use of socialization. Avenues for socialization abound 
in functions like selection, placement on the job, job mastery, the measurement and 
rewarding of performance, and recognition and promotion. Reinforcing a corporate 
culture can emerge through the stories told and the folklore propagated and, most 
importantly, through the adherence to chosen important values. The key to the success of 
the above is to ensure that the corporate culture one wish to socialize others into is an 
ideal one, necessary for breakthrough performance in ones work area or organization. If it 
is not, then one needs to involve everyone in the evaluation and creation of a more 
suitable corporate culture (Jalenga, 2006). 
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One of the surest ways to align the corporate culture to the organization’s strategy is to 
apply leadership practices that are also aligned. The leaders, at all levels, need to know 
what the required corporate culture is and then determine ways of establishing practices 
and procedures in all operations that will closely reflect the desired culture. They also 
need to role model the very behaviors they wish exhibited by everyone in the 
organization and provide the necessary support to others that will enable them to function 
accordingly as well. Particular attention also needs to be given to all communications 
(Jalenga, 2006). 
 
2.2.2 Finance 
According Todelgado (2012) finance is the provision of money when it is required. 
Finance is the lifeblood of an enterprise. There are a number of factors why small 
enterprise have particular difficult in obtaining formal credit or find the cost not worth the 
effort. Small processing and trading enterprise are frequently unable to provide the 
collateral required by the credit organization. Since most are assets poor and unable to 
use as collateral land held under traditional land tenure system. The requirement for 
collateral is itself a product of the risk, real or perceived and high transaction cost of bank 
loan may be very high relative to the actual size of the loan. 
 
According to Jaffee and Morton (2005) assets that financial system in sub -Sahara Africa 
have traditionally been characterized by weak resource mobilization, low credit rate, high 
transaction costs and extensive political interference which has impeded the participating 
institution to reform the needed service to promote various industries and sector. 
 
According to Otieno (2002) finance or capital is important in the overall development 
process as one of the major factors of productivity together with the land and labour in 
the same vein, it is one of the key inputs in the development and the growth of 
development enterprise. Father more in a business system one of the reasons firms form 
linkages and relationship with one another is for the purpose of access of financial 
capital. It is likewise, the case that is the overall process of development, financial market 
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in particular serves the broad purpose of mobilization on surplus resource or serving from 
savers/leaders, and their allocation to investors / borrowers, in the form of credit through 
the transaction taking place in the organization financial system. Consciously the 
financial system is the force made up of institution for saving or for borrowing, whose 
basic components are the financial rules of the engagement in the exchange of goods and 
the services for consumption and investment and financial organizations formal and 
informal that has set social economic and even political objectives. 
 
Access to finance can be constraining to economic activity. This results from a number of 
factors, some of which are institutional. The existence of interest group with political 
influence may lead to a credit allocation system where by many farms with viable 
projects are left out while others get credit on favorable terms. Where the legal 
institutional frame work for enforcement of financial contracts are weak, the consequence 
is that the leaders have either to rely on self-enforcement mechanisms or not give loan, 
Owing to the above factor the financial position of the board was de-established hence 
profit was minimal. The government involvements in board operation hamper its 
realization of the financial target for example instead of buying cereal at the prevailing 
market price the board is forced to buy at a higher price than other buyers (Otieno, 2002). 
 
Pandey(2003) found that the aim of any business is to make profit for its owners. The 
size of profit made will largely depend on how efficient the capital or assets are used. By 
looking at financial facts and figures of firm one is able to get an idea as to the 
“healthiness” of it and how efficiently the assets are being used. Commerce for East 
Africa, found that finance forms a link in the commerce chain. It belongs to that class of 
links that was established as very important. These are the links that provide additional 
money capital for businessman to expand their business activities. Like all the links in 
this class. Its importance lies in the fact that it makes possible the movement of a larger 
quantity of goods along the business.  
 
Finance can be defined as the art and the science of managing money Gitman (2006). 
Finance is also the finance needed by a firm in its activity, which then generates returns 
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and helps to maximize a shareholders wealth. The cash is the lifeblood of the venture. 
Any company no meter how big or small moves on cash and not profits. One cannot pay 
bills with profits only with cash.  Company cannot pay employee with profits, only with 
cash. 
 
Business finance is concerned with the whole problem of funding capital necessary to run 
a business. It includes money required for the purchase of all permanent assets of the 
farm as well as the amount requires for its day to day running costs. A sound business 
finance system incorporates securing long-term and short term finance is running the 
business, calculating the gross and net profit and also investing in the profit and also 
investigating in those profits allocation of the variable finance into the various business 
activities and investigate in the assets; recording the assets and liability of the business 
into a balance sheet (Gichire, 2011). 
 
Hirsh (2007) states the view if any new venture is stated with personal funds and family 
and friends contribution attributes by their relatively good relationships. Another source 
of short-term fund is commercial banks and they are most frequent used by the 
entrepreneur when this is available collateral. The fund provided are in form of debts 
financing and as such, they require some assets with value the collateral can be in form of 
business assets such as land, car, equipment bonds or stocks. 
 
2.2.3 Women Responsibility 
According to Mirza and Saiyadain (2010) today’s women spend more time in paid 
employment but still come home to the second shift. On the typical day, nearly half of 
them will do housework, but just 20 percent of men will do the same. And women put 
more time into scrubbing the toilet or doing the laundry three more hours each week than 
men. Men carve out three more hours of leisure time. Even mothers who work full-time 
will still put in a week and a half’s worth more time on household tasks than their male 
partners each year.  
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There’s a school of thought that women take on more of the childrearing work, mothers 
spend twice the time on childcare each week that fathers do because they are biologically 
inclined to be caregivers. And it’s true that the female body is the one equipped to carry a 
pregnancy and breastfeed and that these experiences can create bonds, although there is 
also evidence that giving fathers the time to be present during the earliest moments 
causes a bond that gets them more involved with their children later on. But there’s no 
biological determinant for housework. No gender is physically predisposed to want to do 
the dishes or take out the trash. This drudgery is necessary at least if you like eating off of 
dishes that don’t have old food on them or living in a house that doesn’t smell like the 
dump. But chores rarely bring the joy and fulfillment of parenting (Mirza and Saiyadain, 
2010). 
 
The gendered disparity doesn’t end at time and effort, either. Girls may do more 
housework, but they don’t get as much pay for it. Sixty-seven percent of boys get 
allowances, but just 59 percent of girls do. The study finding that girls do two more hours 
of chores per week also found that boys are 15 percent more likely to get an allowance 
for doing them. And when they do get paid for it, girls will get less. The lesson: boys are 
doing something special to be rewarded when they do a load of laundry or mow the lawn, 
while girls are doing something “natural” that doesn’t require remuneration. There’s 
evidence that we carry these experiences as we age. One study found that boys who grew 
up only with sisters are 13.5 percent more conservative in their views of women’s roles 
compared to boys who grew up only with brothers. The researchers speculate that 
because their sisters are given the housework, those boys tend to assume domestic chores 
are women’s work (Richard, 2004). 
 
According to Mukibis (2005) housework usually falls to the partner who has fewer 
competing time commitments. If only because women work fewer paid hours than men, 
they do more housework. When a wife clocks long hours in the workplace, her husband 
pitches in more around the house. However, even self-sufficient individuals and 
egalitarian couples often fall back on more traditional gender arrangements. This happens 
when they move in together, get married or have a child. Living together, women do and 
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men eschew housework. Whether we realize it or not, few of us can resist showing off 
how “feminine” or “masculine” we really are to a heterosexual audience in the home. 
Sociologists have a term for this performance: “doing gender.” 
 
Kaliski (2001) argues that, there has been some change, but there is a long way from full 
equality. According to the playbook on marital power, the partner who contributes more 
resources to a marriage should have the clout to bargain out of doing unpleasant chores. 
But surprisingly, wives who bring home bigger paychecks than their husbands aren’t very 
successful in leveraging their advantage. In fact, they often wind up doing a bigger share 
of the housework. These domestic superwomen may be compensating for an awkward 
violation of the old-fashioned gender norms that assign primary breadwinning 
responsibilities to men. 
 
Especially when women have young children and heavy household demands, more opt to 
stay home or work only part time. In some countries, such as the Netherlands, Germany 
and Great Britain, part-time work is a popular adaptation. Short work hours make it easier 
for women to balance the house, work and family. In Southern Europe and the formerly 
socialist states, where most jobs are full time, women don’t have the option of working 
part time, so they’re more apt to take an extended break from employment when children 
are born. Not surprisingly, when women stay home or work fewer hours, they do a bigger 
share of the housework. American women even the mothers of preschoolers have 
comparatively high rates of full-time labor force participation. They don’t receive the 
government child allowance payments that permit mothers elsewhere to stay home. Many 
American women have little choice but to work to support their families. Housework 
mostly falls to women in the United States, but the demands of their employment mean 
that American husbands must undertake a larger share of housework than in places where 
women do less paid work (Kaliski, 2001). 
 
According to Hamel (2001) countries don’t set out to craft policies to reinforce women’s 
“special responsibility” for sparkling dishes or hygienic bathrooms. Nonetheless, tax 
codes, employment regulations, school schedules and welfare rules can have this 
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inadvertent effect. Housewifery gets a boost where there are tax credits for the 
unemployed spouse or the second earner’s income is taxed at a very high rate. The 
German school system, which sends children home for lunch, simply takes it for granted 
that there will be a full-time homemaker to greet them. In contrast, where public 
childcare is widely available, women are more likely to seek paid employment. Although 
there are policies intended to reduce work-family conflicts, they can have unforeseen 
consequences, even promoting a less equal division of household labor.  
 
Those designed to make it easier for women to fulfill housekeeping responsibilities, for 
example, lessen the need for couples to negotiate a more egalitarian domestic 
arrangement. And they can entrench the cultural notion that such duties are women’s 
responsibility. In some Eastern European countries under socialism, female workers   and 
only female workers got a regular day off every so often to catch up on housework. 
Lengthy maternity leaves may discourage a mother’s return to the labor force. Or a long 
maternity leave may steer her into a marginal, dead end job. If her pay will never rival 
her husband’s, it makes sense for the husband to spend time breadwinning while the wife 
handles the housekeeping. Family-friendly policies usually take it for granted that 
housework and childcare is mainly women’s domain. A rare exception is gender 
egalitarian Sweden. There, “daddy leave” is pressed on all new fathers. The idea is to 
encourage them to bond with their infants before mothers can become the designated 
childcare experts in the family (Hamel, 2001). 
 
2.2.4 Discrimination  
According to Gross and Meredith (2003) employment discrimination (or workplace 
discrimination) is discrimination in hiring, promotion, job assignment, termination, and 
compensation. It includes various types of harassment. Many jurisdictions prohibit some 
types of employment discrimination, often by forbidding discrimination based on certain 
traits ("protected categories"). In other cases, the law may require discrimination against 
certain groups. 
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Discrimination in the workplace negatively affects businesses, in that discriminatory 
policies can hurt a company's reputation. A business self-limits itself when it restricts 
advancement to certain groups or types of employees. Speaking negatively about a 
former employee can be damaging for a potential client. There is also a direct correlation 
between loyalty, retention, and discrimination. Employees are more likely to be looking 
for new jobs when they feel they have been wronged. According to a report on 
discrimination at the workplace by the International Labour Organization, “workplace 
discrimination remains a persistent global problem, with new, more subtle forms 
emerging.” Sending wrong signals to potential clients can also cause conflict because 
customers can sense when employees aren't enthusiastic or don't believe in their 
company. This is one reason that it is important for a job applicant to observe the 
attitudes of people they wish to work with. Sending positive signals to employees attracts 
future potential employees (Gross and Meredith, 2003). 
 
Inequalities suffered by discriminated groups spreads due to affirmative action policies, a 
new middle class has been created that consists of formerly discriminated people in some 
countries but in others, people who are from discriminated groups are frequently involved 
in the worst jobs, denied benefits, capital, land, social protection, training, or credit. 
Discrimination at a workplace can lead to poverty. Discrimination creates a web of 
poverty, forced and child labor and social exclusion, (seeking to eliminate discrimination 
is indispensable to any strategy for poverty reduction and sustainable economic 
development) (Gross and Meredith, 2003). 
 
Even though there are regulations that are used to promote equality within the workplace, 
discrimination is still rampant. Women still do not measure up to men when it comes to 
income, employment rates and occupational range. Women’s average salary is 72 to 88 
percent of men’s, even when variables such as education, age, position-level and job 
tenure is considered. In most countries, the glass ceiling is ever present for women and 
the wage differences are significant compared to men. Based on a report by Catalyst in 
2005, only “one in eight woman were CEO’s in the Fortune 500; an additional nine were 
CEO’s in Fortune 501-1000 companies.” Women are also more likely to be stuck in low-
23 
 
paid and insecure jobs. They face higher unemployment rates. Discrimination can occur 
at every stage of employment, from recruitment to education and remuneration, 
occupational segregation, and at time of layoffs (Gross and Meredith, 2003).
 
 
According to Kotler (2007) discrimination is a sociological term referring to the 
treatment taken toward or against a person of a certain group in consideration based 
solely on class or category. Discrimination is the actual behavior towards another group. 
It involves excluding or restricting members of one group from opportunities that are 
available to other groups. The United Nations explains: Discriminatory behaviors take 
many forms, but they all involve some form of exclusion or rejection. Discriminatory 
laws such as redlining have existed in many countries. In some countries, controversial 
attempts such as racial quotas have been used to redress negative effects of 
discrimination. 
 
Age discrimination is discrimination on the grounds of age. Although theoretically the 
word can refer to the discrimination against any age group, age discrimination usually 
comes in one of three forms: discrimination against youth (also called adultism), 
discrimination against those 40 years old or older, and discrimination against elderly 
people. In the United States, the Age Discrimination in Employment Act prohibits 
employment discrimination nationwide based on age with respect to employees 40 years 
of age or older. The Age Discrimination in Employment Act also addresses the difficulty 
older workers face in obtaining new employment after being displaced from their jobs, 
arbitrary age limits (Kotler, 2007). 
 
In many countries, companies more or less openly refuse to hire people above a certain 
age despite the increasing life spans and average age of the population. The reasons for 
this range from vague feelings younger people are more "dynamic" and create a positive 
image for the company, to more concrete concerns about regulations granting older 
employees higher salaries or other benefits without these expenses being fully justified by 
an older employees' greater experience (Kotler, 2007). 
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Some people consider that teenagers and youth (around 15–25 years old) are victims of 
adultism, age discrimination framed as a paternalistic form of protection. In seeking 
social justice, they feel that it is necessary to remove the use of a false moral agenda in 
order to achieve agency and empowerment. This perspective is based on the grounds that 
youth should be treated more respectfully by adults and not as second-class citizens. 
Some suggest that social stratification in age groups causes outsiders to incorrectly 
stereotype and generalize the group, for instance that all adolescents are equally 
immature, violent or rebellious, listen to rock tunes, and do drugs. Some have organized 
groups against age discrimination. Though gender discrimination and sexism refers to 
beliefs and attitudes in relation to the gender of a person, such beliefs and attitudes are of 
a social nature and do not, normally, carry any legal consequences. Sex discrimination, 
on the other hand, may have legal consequences (Kotler, 2007). 
 
Though what constitutes sex discrimination varies between countries, the essence is that 
it is an adverse action taken by one person against another person that would not have 
occurred had the person been of another sex. Discrimination of that nature in certain 
enumerated circumstances is illegal in many countries. Currently, discrimination based 
on sex is defined as adverse action against another person that would not have occurred 
had the person been of another sex. This is considered a form of prejudice and is illegal in 
certain enumerated circumstances in most countries (Gatheru and Shaw, 2008). 
 
Sexual discrimination can arise in different contexts. For instance an employee may be 
discriminated against by being asked discriminatory questions during a job interview, or 
because an employer did not hire, promote or wrongfully terminated an employee based 
on his or her gender, or employers pay unequally based on gender. In an educational 
setting there could be claims that a student was excluded from an educational institution, 
program, opportunity, loan, student group, or scholarship due to his or her gender. In the 
housing setting there could be claims that a person was refused negotiations on seeking a 
house, contracting/leasing a house or getting a loan based on his or her gender. Another 
setting where there have been claims of gender discrimination is banking; for example if 
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one is refused credit or is offered unequal loan terms based on one’s gender (Gatheru and 
Shaw, 2008). 
 
Another setting where there is usually gender discrimination is when one is refused to 
extend his or her credit, refused approval of credit/loan process, and if there is a burden 
of unequal loan terms based on one’s gender. Socially, sexual differences have been used 
to justify different roles for men and women, in some cases giving rise to claims of 
primary and secondary roles. While there are alleged non-physical differences between 
men and women, major reviews of the academic literature on gender difference find only 
a tiny minority of characteristics where there are consistent psychological differences 
between men and women, and these relate directly to experiences grounded in biological 
difference (Gatheru and Shaw, 2008). 
 
However, there are also some psychological differences in regard to how problems are 
dealt with and emotional perceptions and reactions which may relate to hormones and the 
successful characteristics of each gender during longstanding roles in past primitive 
lifestyles. Unfair discrimination usually follows the gender stereotyping held by a 
society. The United Nations had concluded that women often experience a "glass ceiling" 
and that there are no societies in which women enjoy the same opportunities as men. The 
term "glass ceiling" is used to describe a perceived barrier to advancement in 
employment based on discrimination, especially sex discrimination (Gatheru and Shaw, 
2008). 
 
Transgender individuals, both male to female and female to male, often experience 
problems which often lead to dismissals, underachievement, difficulty in finding a job, 
social isolation and occasionally violent attacks against them. Nevertheless, the problem 
of gender discrimination does not stop at gender individuals nor with women. Men are 
often the victim in certain areas of employment as the traditional "male" job-field opens 
to women, the influx of millions of illegal aliens take many jobs in construction, highway 
work, etc., and men begin to seek work in office and childcare settings traditionally 
perceived as "women's jobs". One such situation seems to be evident in a recent case 
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concerning alleged Young Men's Christian Association(YMCA) discrimination and a 
Federal Court Case in Texas. The case actually involves alleged discrimination against 
both men and blacks in childcare, even when they pass the same strict background tests 
and other standards of employment. It is currently being contended in federal court, as of 
fall 2009, and sheds light on how a workplace dominated by a majority (- women in this 
case) sometimes will seemingly justify whatever they wish to do, regardless of the law. 
This may be done as an effort at self-protection, to uphold traditional societal roles, or 
some other faulty, unethical or illegal prejudicial reasoning (Gichire, 2011). 
 
2.2.5 Corruption  
According to Bateman and Shell (2006) Corruption threatens good governance, 
sustainable development, democratic process, and fair business practices. The 
Organization for Economic Co-operation and Development (OECD) is a global leader in 
the fight against corruption, taking a multidisciplinary approach to combating corruption 
in business via the OECD Anti-Bribery Convention, taxation, development aid, 
and governance in its member countries and beyond. Regional programmers help the 
OECD reach out globally to curb corruption 
 
Political corruption is the use of legislated powers by government officials for 
illegitimate private gain. Misuse of government power for other purposes, such as 
repression of political opponents and general police brutality, is not considered political 
corruption. Neither are illegal acts by private persons or corporations not directly 
involved with the government. An illegal act by an officeholder constitutes political 
corruption only if the act is directly related to their official duties. (Bateman and Shell, 
2006) 
 
Forms of corruption vary, but include bribery, extortion, cronyism, nepotism, patronage, 
graft, and embezzlement. While corruption may facilitate criminal enterprise such as drug 
trafficking, money laundering, and trafficking, it is not restricted to these activities. The 
activities that constitute illegal corruption differ depending on the country or jurisdiction. 
For instance, certain political funding practices that are legal in one place may be illegal 
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in another. In some cases, government officials have broad or poorly defined powers, 
which make it difficult to distinguish between legal and illegal actions. Worldwide, 
bribery alone is estimated to involve over 1 trillion US dollars annually. A state of 
unrestrained political corruption is known as a kleptocracy, literally meaning rule by 
thieves (Bateman and Shell, 2006). 
 
In the political realm, it undermines democracy and good governance by flouting or even 
subverting formal processes. Corruption in elections and in legislative bodies reduces 
accountability and distorts representation in policymaking; corruption in the judiciary 
compromises the rule of law; and corruption in public administration results in the 
inefficient provision of services. More generally, corruption erodes the institutional 
capacity of government as procedures are disregarded, resources are siphoned off, and 
public offices are bought and sold. At the same time, corruption undermines the 
legitimacy of government and such democratic values as trust and tolerance (Bateman 
and Shell, 2006). 
 
Corruption undermines economic development by generating considerable distortions 
and inefficiency. In the private sector, corruption increases the cost of business through 
the price of illicit payments themselves, the management cost of negotiating with 
officials, and the risk of breached agreements or detection. Although some claim 
corruption reduces costs by cutting red tape, the availability of bribes can also induce 
officials to contrive new rules and delays. Openly removing costly and lengthy 
regulations are better than covertly allowing them to be bypassed by using bribes. Where 
corruption inflates the cost of business, it also distorts the playing field, shielding firms 
with connections from competition and thereby sustaining inefficient firm (Gatheru and 
Shaw, 2008). 
 
Corruption also generates economic distortions in the public sector by diverting public 
investment into capital projects where bribes and kickbacks are more plentiful. Officials 
may increase the technical complexity of public sector projects to conceal or pave the 
way for such dealings, thus further distorting investment. Corruption also lowers 
28 
 
compliance with construction, environmental, or other regulations, reduces the quality of 
government services and infrastructure, and increases budgetary pressures on government 
(Gatheru and Shaw, 2008). 
 
Corruption is not specific to poor, developing, or transition countries. In western 
European countries, there have been cases of bribery and other forms of corruption in all 
possible fields: under-the-table payments made to reputed surgeons by patients willing to 
be on top of the list of forthcoming surgeries, bribes paid by suppliers to the automotive 
industry in order to sell poor quality connectors used for instance in safety equipment 
such as airbags, bribes paid by suppliers to manufacturers of defibrillators (to sell poor 
quality capacitors), contributions paid by wealthy parents to the "social and corporate 
culture fund" of a prestigious university in exchange for it to accept their children, bribes 
paid to obtain diplomas, financial and other advantages granted to unionists by members 
of the executive board of a car manufacturer in exchange for employer-friendly positions 
and votes, etc. Examples are endless. These various manifestations of corruption can 
ultimately present a danger for the public health; they can discredit certain essential 
institutions or social relationships (Andrew, 2006). 
 
2.3 Empirical Literature Review of Critical Literature 
According to Barley (2005) corporate culture refers to the shared values, attitudes, 
standards, and beliefs that characterize members of an organization and define its nature. 
Corporate culture is rooted in an organization's goals, strategies, structure, and 
approaches to labor, customers, investors, and the greater community, whereas this is true 
that author has failed to give us related information to the economic empowerment of 
women entrepreneurs and therefore the study was conducted to fill in the gaps left.  
 
According to Otieno (2002) finance or capital is important in the overall development 
process as one of the major factors of productivity together with the land and labour. In 
the same vein, it is one of the key inputs in the development and the growth of 
development enterprise, but the author did not show us how finance contributes to 
29 
 
economic empowerment of women entrepreneurs and therefore the study was conducted 
to fill in the gap left. 
 
According to Mukibis (2005) housework usually falls to the partner who has fewer 
competing time commitments. If only because women work fewer paid hours than men, 
they do more housework. When a wife clocks long hours in the workplace, her husband 
pitches in more around the house. However, even self-sufficient individuals and 
egalitarian couples often fall back on more traditional gender arrangements. But the 
author failed to give description on how this is related to the economic empowerment of 
women entrepreneurs in Kenya. This creates the need to conduct the study in this area.   
 
According to Gross and Meredith (2003) Discrimination in the workplace negatively 
affects businesses in that discriminatory policies can hurt a company's reputation. A 
business self-limits itself when it restricts advancement to certain groups or types of 
employees. Speaking negatively about a former employee can be damaging for a 
potential client. There is also a direct correlation between loyalty, retention, and 
discrimination, but the author did not show us how discrimination contributes to 
economic empowerment of women entrepreneurs and therefore the study was conducted 
to fill in the gap left. 
 
According to Gatheru and Shaw (2008) Corruption undermines economic development 
by generating considerable distortions and inefficiency. In the private sector, corruption 
increases the cost of business through the price of illicit payments themselves, the 
management cost of negotiating with officials, and the risk of breached agreements or 
detection. Although some claim corruption reduces costs by cutting red tape, the 
availability of bribes can also induce officials to contrive new rules and delays. Whereas 
this is true that author has failed to give us related information to the economic 
empowerment of women entrepreneurs and therefore the study was conducted to fill in 
the gaps left.  
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2.4 Summary of Research Gaps 
The study aimed at filling the gap identified in previous studies by investigating every 
possible aspect related to the economic empowerment of women entrepreneurs. The 
studies contributed greatly to this matter but it seemed that the studies were not 
particularly concerned with the current problem since they gave a general overview.  
 
The study did not provide a solution on the problem under investigation. It was 
understood that the studies could be of importance to another problem which may be 
under investigation; this was because the studies did not provide solutions on the way in 
which to solve the problem of the carrier advancement on employee.  This would be 
helpful in the current  study if   solutions  on the  study  are  applied  in  general  view  of  
the  employees in the organization. 
 
There’s a school of thought that women take on more of the childrearing work moms 
spend twice the time on childcare each week that dads do because they are biologically 
inclined to be caregivers. And it’s true that the female body is the one equipped to carry a 
pregnancy and breastfeed and that these experiences can create bonds, although there is 
also evidence that giving dads the time to be present during the earliest moments causes a 
bond that gets them more involved with their children later on.  
 
2.5 Conceptual Framework 
Figure 2.1 Conceptual Framework 
                                           Independent Variables                        Dependent Variable 
 
 
 
  
 
 
 
 
Corporate Culture  
Women Responsibilities  
Finance  
 Economic 
empowerment of 
women 
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Feminist 
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Neoclassical 
Trade Theory 
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2.6 Operationalization of Variables 
2.6.1 Corporate culture  
Corporate culture is the beliefs and behaviors that determine how a company's employees 
and management interact and handle outside business transactions. Often, corporate 
culture is implied, not expressly defined, and develops organically over time from the 
cumulative traits of the people the company hires. A company's corporate culture will be 
reflected in its dress code, business hours, office setup, employee benefits, turnover, 
hiring decisions, and treatment of clients, client satisfaction and every other aspect of 
operations. 
 
2.6.2 Finance  
Finance is important in the overall development process, as one of the major factors of 
production; it is a key input in the development and growth of careers. The availability of 
finance to some extent contributes to the improvement of economic empowerment of 
women entrepreneurs on different institutions. Availability of finance to women will 
support their empowerment in their daily undertaking in regard to entrepreneurship.  
 
2.6.3 Responsibility  
Women have been noted to have many responsibilities as compared to men. Short work 
hours make it easier for women to balance the house, work and family. In Southern 
Europe and the formerly socialist states, where most jobs are full time, women do not 
have the option of working part time, so as to allow them to take an extended break from 
employment when children are born. Not surprisingly, when women stay home or work 
fewer hours, they do a bigger share of the housework.  
 
2.6.4 Discrimination  
Discrimination often takes subtler forms, such as wage discrimination and requirements 
with disparate impact on certain groups. In addition, employees sometimes suffer 
retaliation for opposing workplace discrimination or for reporting violations to the 
authorities. Like most discrimination, employment discrimination may occur 
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intentionally or unintentionally, because of prejudice or ignorance. In this regard one may 
find some jobs are made for a certain gender only eliminating the other gender. 
 
2.6.5 Corruption  
Corruption facilitates unfair competition in organizations. Economic empowerment of 
women entrepreneurs cannot be enforced easily if most of the leaders or managers above 
then can easily be bribed. This corruption enables some employees to gain illegitimate 
economic advantage in going up the organizational structure to reach the executive level. 
It is said that women entrepreneurs faces harassment in regard to corruption whereby 
they may be sexual harassment, and even financially which on the other hand may affect 
their economic empowerment of women entrepreneurs. 
 
2.7 Chapter Summary 
The chapter has presented the theoretical review of the study conducted in relation to the 
problem under investigation. It has given the critics of the existing literature review to the 
study and the summary. Research gaps have been presented followed by the conceptual 
framework which has indicated the presentation of variables and Operationalization of 
variables has been provided.   
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.0 Introduction 
This chapter provides a systematic description of the research methodology that was used 
to answer question described in chapter one. The methodologies used in research study 
included research design, target population, sample size and data collection method and 
procedures. 
 
3.1 Research Design 
According to Mugenda and Mugenda (2003) there are types of research designs that can 
be used in conducting a study depending on the type of study the researcher intend to 
undertake , casual research design which employ experiments to establish relationships 
between variables which is used to determine reasons or causes for current phenomena 
under the study. Descriptive design is a process of collecting data in order to test 
hypothesis or answer research questions concerning current status of the subject under 
study. It was aimed at describing the characteristics of the phenomena. Descriptive 
research design was adopted as a method of investigation under study. Descriptive 
research provides clear defined information and its findings were conclusive. It also 
describes the frequency with which the variables were conveyed  
 
3.2 Target Population 
Categories of population under the study included the following; top level management, 
middle level management, and operational staff. The study took 102 employees as the 
target population to enhance effective participation in the process. 
 
Table 3.1; Table Showing Research Study Target Population 
Category  Target Population Percentage 
Middle level management  4 4 
Operational Staff 96 94 
Top level management  2 2 
Total 102 100 
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3.3 Sample Design and Procedure 
A sample is that part of the population which has been selected for observation and 
analysis. Therefore sampling is the process of getting a representative number of the 
subjects, the state of populations under study was identified and the study used stratified 
random sampling method to represent the area under study.  The reason for use of this 
method was because it enabled the researcher to source information from different 
people, which was helpful for the study since the study target population was big enough 
and again it involved different categories of respondents.  For the application of the 
method the researcher took 50% of the target population to come up with a sample size.  
 
Table 3.2: Table Showing Research Study Sample Size 
 
3.4 Data Collection Instrument and Procedure 
The method of data collection instruments involved the use of primary data and 
secondary data. Primary Source of data collection method used in the study included the 
use of questionnaires that were used to source for critical information from authorities in 
KWFT. On secondary data the researcher used written materials such as journals and 
magazines to make clarification to some issues which were very essential. 
 
3.4.1 Questionnaires 
Questionnaires were sent to respondents to seek information from them and later was 
tabulated and subjected to statistical manipulation under the study. Semi-structured 
questions were used since the method was easy to compute and allowed the respondents 
to give out their view. The questionnaires were validated for accuracy before the actual 
data was collected.  
 
Category  Target Population Sample Size Percentage 
Middle level management  4 2 4 
Operational Staff 96 48 94 
Top level management  2 1 2 
Total 102 51 100 
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3.5 Pilot test 
The term 'pilot study' refers to mini versions of a full-scale study, as well as the specific 
pre-testing of a particular research instrument such as a questionnaire or interview 
schedule. Pilot study is crucial element of a good study design. Conducting a pilot study 
does not guarantee success in the main study but it does increase the likelihood of 
success. Pilot study fulfills a range of important functions and can provide valuable 
insights for other researchers. There was a need for more discussion among researchers of 
both the process and outcomes of pilot study. 
 
3.6. Validity 
Research instrument was pre–tested to increase the validity and reliability of the 
responses. Mugenda and Mugenda (2003) suggest that pre-testing allows errors to be 
discovered as well as acting as a tool for training a research team. Validity addresses how 
accurately the instrument measures the outcome or construct the intervention is 
attempting to affect. In this context, an instrument is valid if it actually measures what 
one intends it to measure. Items such as commercial rulers or scales are straightforward 
examples of instruments with strong measurement validity. However, the validity of a 
tool that attempts to measure growth in cognitive ability or increased behavior tendencies 
(such as increases in mobility) is not as clear. Much of this was observed in the study to 
ensure that the instruments were valid for the required data.  
 
3.7 Reliability 
Reliability addresses the consistency of the instrument’s measurement. That is, whether 
the testing instrument generate the same result in similar circumstances. Again, it is a 
thought of a typical measuring instrument, such as a ruler. Using a ruler – the same ruler 
– to measure something over and over again gives a very reliable value. Yet standardized 
tests generated very different results from the same individual at different points in time 
or under different conditions. Application of the same was done on this study to enhance 
validity of research instrument used.  
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3.8 Data Analysis Method 
The data was analyzed using qualitative and quantitative techniques. Data was presented 
in the form of frequency distribution tables that facilitated description and explanation of 
the study findings. The researcher presented the findings by use of tables and figures 
under the quantitative analysis, while qualitative analysis was the use of explanation to 
enhance proper understanding the study findings.  
 
3.9. Ethical Consideration 
3.9.1 Voluntary Participation 
Participation in research was voluntary and based on informed consent. An exception 
from the principle of voluntary consent was made when research was conducted on 
published and archived materials in the organization. Research subject was give consent 
orally or in writing, but their behavior was not be interpreted to mean that they have 
given consent to participate. The ones involved in the study had the right to withdraw 
from a study at any stage, but this did not mean their prior input (interviews etc) could 
not be used in the study. 
 
3.9.2 Informed Consent 
In regard to the study conducted, the Participants were required be adults (18 years and 
above) and had the freedom and the mental capacity to consent or decline to participate in 
the research. Minors, the mentally ill, and the developmentally disabled were thought 
unable to meaningfully consent. Students in a faculty member's class, prisoners, ill people 
who could afford to earn living on their own they were disempowered and could have felt 
coerced to participate in research. Only those with right information to this were able to 
participate.  
 
3.9.3 Confidentiality 
The researcher’s intent in terms of the use of participants’ names and the conditions, 
under which the researcher would reveal participants’ names, was clear to participants. 
The researcher was clear with participants about the degree of confidentiality that was 
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promised. Introduction letter was provided to indicate that the study was conducted only 
for academic purpose.   
 
3.9.4 Privacy 
The protection of privacy was a right to those participating in the study. It was also an 
established and important principle in research ethics. Data protection formed the most 
important area of privacy protection regarding the collection, processing of research data 
and the publication of results. Research ethics principles concerning the protection of 
privacy fall into three categories: protecting research data and confidentiality, storing or 
disposing of research data and research publications. 
 
3.9.5 Autonomy 
Autonomy refers to the right of an individual to determine what activities they would or 
would not participate in. Implicitly, full autonomy requires that an individual be able to 
understand what they are being asked to do, make a reasoned judgment about the effect 
participation will have on them, and make a choice to participate free from coercive 
influence. The cornerstone of protecting autonomy is the informed consent process, 
whereby an investigator provided a potential research participant with full disclosure 
about the nature of the study, the risks, benefits and alternatives, and an extended 
opportunity to ask questions before deciding whether or not to participate.  
 
3.10 Chapter Summary 
The chapter provided the summary giving an overview of what it entailed. It presented 
the research design used in the study and the target population of the study and how 
sample size was arrived at. The chapter provided the research instruments used in the 
study and the validity and reliability of the instruments, the process of data collection, 
analysis of the data and the ethical consideration of the study.  
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CHAPTER FOUR 
DATA ANALYSIS, PRESENTATION AND INTERPRETATION OF FINDINGS  
4.1 Introduction 
This chapter explains the analysis done on the data collected. The responses from the 
respondents were collected together and every questionnaire analyzed effectively. 
 
4.2 Presentation of Findings   
4.2.1 Response Analysis  
Table 4.1 Response Analysis  
Category  Frequency  Percentage  
Response  39 76 
Non Response  12 24 
Total  51 100 
 
The table 4.1 indicates the response got from organization employees. The 76% 
responded to the questionnaires while 24% of the targeted respondents did not respond to 
the questionnaires. This indicated that out of 51 questionnaires given majority respondent 
to the questionnaire.  
 
4.2.2 Gender Response  
Table 4.2 Gender Response  
Category  Frequency  Percentage  
Male   19 49 
Female   20 51 
Total  39 100 
 
The table 4.2 indicates the response received from each gender. In this category, it is 
indicated that 49% of respondents were male and 51% female. This clearly shows 
majority response came from female gender.  
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4.2.3 Age Analysis   
Table 4.3 Age Analysis  
Category  Frequency  Percentage  
18-30 8 20 
31-40 20 51 
41-50 8 20 
Above 50 3 9 
Total  39 100 
 
The table 4.3 indicates the response from different age brackets of the organization 
employees. It indicates 20% of responses were employees of age bracket 18-30 years and 
51% were those of 31-40 years. Employees of age bracket 41-50years and above 50 years 
were20% and 9% respectively. This indicated that the majority of respondents who 
participated in the study are aged between 31-40 years.  
 
4.2.4 Marital Status  
Table 4.4 Marital Status  
Category  Frequency  Percentage  
Single  12 30 
Married  24 63 
Separated  1 2 
Divorced  0 0 
Widowers  2 5 
Total  39 100 
 
The table 4.4 indicates the response on the marital status of the employees, and they are 
represented as follows; the response of single workers was given as 30%, while the 
married response was of 63%. Those who were separated gave a response of 2%. There 
was no response from the divorced category that’s why percentage is zero. Finally there 
was a response of 5% which represented the widowers. This indicated that the 
organization majority workers are married followed by the single marital status. 
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4.2.5 Highest Education Level  
Table 4.5 Highest Education Level  
Category  Frequency  Percentage  
Secondary  2 5 
College  17 44 
University  20 51 
Total  39 100 
 
The table 4.5 indicates the response on the highest education level qualifications of 
employees working in the organization. There was a response of 5% which represented 
secondary level of education. There was a response of 44% which represented the college 
level of education and finally there was a response of 51% response which indicated the 
university level of education which had the majority workers. 
 
4.2.6 Work Experience 
Table 4.6 Work Experience  
Category  Frequency  Percentage  
1 Month to 1 year  4 10 
1-4 years  11 28 
5-10 years  16 40 
Above 10 years  8 22 
Total  39 100 
 
The table 4.6 indicates the response got on the work experience of the employees. There 
was a response of 10% which indicated the experience of one month to one year. There 
was a response of those who have worked in the organization for duration between 1-4 
years who responded by 28%. There was a response of those who have worked for the 
duration ranging from 5-10 years who gave a response of 40%. Finally there was a 
response of those who have worked for the organization for the duration exceeding 10 
years, which was responded upon by 22% of the total response. This is a clear indication 
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that organization has well experienced employees who can deliver services effectively to 
the demands of the organization customers.   
 
4.2.7 Whether there is corporate culture that can have effect on women 
entrepreneurs  
Table 4.7 Whether there is corporate culture that can have effect on women 
entrepreneurs 
Category  Frequency  Percentage  
Yes  35 90 
No  4 10 
Total  39 100 
 
The table 4.7 is an analysis of whether there exists a corporate culture which can have 
effect on women entrepreneurs. In this regard the response of 90% said yes while the 
response of 10% indicated no. By comparing the response it can be noted that the 
respondents have an understanding that there is existing corporate culture that have effect 
on women empowerment in Kenya.  
 
4.2.8 Effect of corporate culture on economic empowerment of women   
Table 4.8 Effect of corporate culture on economic empowerment of women   
Category  Frequency  Percentage  
Yes  37 95 
No  2 5 
Total  39 100 
 
The table 4.8 above indicates the response on effect of corporate culture on economic 
empowerment of women entrepreneurs in Kenya. The 95% response from the majority 
indicated that it highly affects while the response of 5% indicated that there is no effect to 
economic empowerment of women by corporate culture. In regard to the study conducted 
from the organization, it was noted from the majority response that corporate culture 
affects economic empowerment of women in the organization to a large extent since they 
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indicated that every activity within the organization has to be with in-depth understanding 
of existing culture. 
 
4.2.9 Rating corporate culture to economic empowerment of women entrepreneurs 
Table 4.9 Rating corporate culture to economic empowerment of women  
Category  Frequency  Percentage  
Very High  11 28 
High  20 51 
Moderate  6 15 
Low  1 3 
Poor  1 3 
Total  39 100 
 
The above table 4.9 and the figure 4.9 indicate the rating of corporate culture to economic 
empowerment of women entrepreneurs in Kenya. The rating of effect as being very high 
got 28%, while the majority response contributed to the rating of effect as being high 
with 51%. The rating of effect as being moderate had a response of 15%. There was a 
response of effect as being low at 3%. Finally there was 3% which rated the effect as 
being poor. By comparing the response it can be concluded that the effect is to a higher 
extent and organizational management need to have corporate culture in consideration. 
 
4.2.10 Whether finance accessibility affects economic empowerment of women 
entrepreneurs 
Table 4.10 Whether finance affects economic empowerment of women 
entrepreneurs 
Category  Frequency  Percentage  
Yes  30 74 
No  10 26 
Total  39 100 
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The table 4.10 indicates the response on whether finance accessibility affects economic 
empowerment of women entrepreneurs in Kenya. The response of 74% said yes while the 
response of 26% said no. To this regard it can be noted that, finance accessibility affects 
economic empowerment of women entrepreneurs to a large percentage. It was therefore 
advisable for management of any institution to consider finance accessibility as vital 
factor in enhancing economic empowerment of women entrepreneurs. And look for ways 
of availing finance in time to its customers 
 
4.2.11 Extent to which finance accessibility affects economic empowerment of 
women entrepreneurs  
Table   4.11 Extent to which finance accessibility affects economic empowerment of 
women entrepreneurs 
 
 
The table 4.11 indicates extent to which finance accessibility affects economic 
empowerment of women entrepreneurs in Kenya. The response of effect as very high was 
41%, the rating of effect as high was 46%, and there was the rating of effect as moderate 
whereby the response was 10%. Finally there was a response of effect as being low where 
those who responded to that category gave 3%. This indicated that the finance affects 
economic empowerment of women entrepreneurs to a higher extent.  
 
 
 
 
 
Category  Frequency  Percentage  
Very High  16 41 
High  18 46 
Moderate  4 10 
Low  1 3 
Total  39 100 
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4.2.12 Whether women entrepreneurs have a lot of responsibilities  
Table 4.12 Whether women entrepreneurs have a lot of responsibilities 
Category  Frequency  Percentage  
Yes  35 90 
No  4 10 
Total  39 100 
 
The table 4.12 and the figure 4.12 indicate the response on whether the economic 
empowerment of women entrepreneurs has a lot of responsibilities. The majority of 90% 
indicated that the economic empowerment of women entrepreneurs have a lot of 
responsibilities while the response of 10% indicted that the economic empowerment of 
women entrepreneurs do not have a lot of responsibilities. By comparing the response it 
is true that the economic empowerment of women entrepreneurs have a lot of 
responsibilities. 
 
4.2.13 Whether women responsibility affects economic empowerment of women 
entrepreneurs 
Table 4.13 Whether women responsibility affects economic empowerment of women 
entrepreneurs 
Category  Frequency  Percentage  
Yes  34 87 
No  5 13 
Total  39 100 
 
The table 4.13 indicates the response got on whether women responsibility affects 
economic empowerment of women entrepreneurs in Kenya. In this concern the response 
of 87% which is the majority response of employee indicated that, responsibility affect 
women entrepreneurs. The minority response of 13% of employees indicated that, 
employee responsibility does not affect women entrepreneurs. In relation to the study 
findings, it was found that the women responsibilities which involve taking care of the 
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family affairs among other major factors which concern them, greatly affects their 
economic empowerment to a large extent.  
 
4.2.14 Extent to which women responsibility affects economic empowerment of 
women entrepreneurs 
Table 2.14 Extent to which women responsibility affects economic empowerment of 
women entrepreneurs 
 
The table 4.14 indicates extent to which women responsibility affects economic 
empowerment of. The response of effect as very high was 49%, the rating of effect as 
high was 23%, and there was the rating of effect as moderate whereby the response was 
18%. Finally there was a response of effect as being low where those who responded to 
that category gave 10% response. This indicated that women responsibility affects 
economic empowerment of women entrepreneurs. 
 
4.2.15 Whether there is women discrimination in the society and in business 
Table 4.15Whether there is women discrimination in the society and in business 
Category  Frequency  Percentage  
Yes  32 82 
No  7 18 
Total  40 100 
 
The response from the above table 4.15 indicates analysis of whether there is women 
discrimination in the society and in business in relation to women entrepreneurs. The 
82% indicated that there is women discrimination in the society and in business world 
Category  Frequency  Percentage  
Very High  19 49 
High  9 23 
Moderate  7 18 
Low  4 10 
Total  39 100 
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while the response of 18% indicated that, there is no women discrimination in the society 
and in business in relation to women entrepreneurs. By comparing the response as they 
were given by the respondents it can be noted that there is women discrimination in the 
society and in business sector at large. 
 
4.2.16 Extent to which discrimination affects economic empowerment of women 
entrepreneurs 
Table 4.16 Extent to which discrimination affects economic empowerment of women 
entrepreneurs 
 
The table 4.16 and the figure 4.16 indicate extent to which discrimination affects 
economic empowerment of women entrepreneurs in Kenya. The response of effect as 
great was 41%, the rating of effect as moderate was 38%, and there was the rating of 
effect as low whereby the response was 18%. Finally there was a response of no effect 
where those who responded to that category gave 3%. This indicated that the women 
discrimination affects economic empowerment of women entrepreneurs to a great extent. 
 
4.2.17 Experiences of corruption among employees in the organization  
Table 4.17 Experiences of corruption among employees in the organization 
Category  Frequency  Percentage  
Yes  26 67 
No  13 33 
Total  39 100 
 
Category  Frequency  Percentage  
Great   16 41 
Moderate  15 38 
Low  7 18 
No Effect  1 3 
Total  39 100 
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The table 4.17 indicates the response on whether the organization management 
experiences corruption issues among employees in the organization. The majority of 67% 
indicated that organization management experiences corruption issues among employees 
in the organization while the response of 33% indicted that, organization management 
does not experiences corruption issues among employees in the organization. By 
comparing the response it’s true that, the organization management experiences 
corruption issues among employees in the organization. 
 
4.2.18 Whether corruption affects economic empowerment of women entrepreneurs 
Table 4.18 Whether corruption affects economic empowerment of women 
entrepreneurs 
Category  Frequency  Percentage  
Yes  
 
30 77 
No  9 23 
Total  39 100 
 
The table 4.18 indicates the response on whether corruption affects economic 
empowerment of women entrepreneurs. The majority of 77% indicated that corruption 
affects economic empowerment of women entrepreneurs while the response of 23% 
indicted that corruption does not affect economic empowerment of women entrepreneurs. 
By comparing the response it’s true that corruption affects economic empowerment of 
women entrepreneurs and management should take the matter with a lot of concern to 
fight corruption which may be hindering economic empowerment of women 
entrepreneurs in Kenya.  
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4.2.19 Extent to which corruption affects economic empowerment of women 
entrepreneurs 
Table   4.19 Extent to which corruption affects economic empowerment of women 
entrepreneurs 
 
The table 4.19 indicates extent to which corruption affects economic empowerment of 
women entrepreneurs. The response of effect as very high was 56%, the rating of effect 
as high was 26%, and there was the rating of effect as moderate whereby the response 
was 13%. Finally there was a response of effect as being low where those who responded 
to that category gave 5% response. This indicated that corruption affects economic 
empowerment of women entrepreneurs to a very high extent.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Category  Frequency  Percentage  
Very High  22 56 
High  10 26 
Moderate  5 13 
Low  2 5 
Total  39 100 
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4.3 Summary of Data Analysis  
4.3.1 General Information 
The 76% responded to the questionnaires while the response of 24% indicated the 
number of respondents who did not respond to the questionnaires. It was indicated that 
51% are the female respondents who have the majority response. On the other hand a 
response of 49% which indicate the minority response was the male gender. The response 
of the respondents who are 18-30 years was 20%. The response of the employees who are 
31-40 years was 51%. There was a response of those who are aged between 41-50 who 
responded by 20%. Finally there was a response from those who are above 50 years of 
age who responded by 9%.There was a response of 5% which represented secondary 
level of education. There was a response of 44% which represented the college level of 
education and finally there was a response of 51% response which indicated the 
university level of education which had the majority workers. There was a response of 
10% which indicated the experience of less than one year. There was a response of those 
who have worked in the organization between 1-4 years who responded by 28%. There 
was a response of those who have worked for the duration ranging from 5-10 year who 
gave a response of 40%. Finally there was a response of those who have worked for the 
organization for the duration exceeding 10 years. This was responded upon by 22% of the 
total response.  
 
4.3.2 Corporate Culture  
According to majority response of 90% the corporate culture within a given institution 
highly contributes to the economic empowerment of women entrepreneurs in Kenya. In 
this connection it was found from the majority of respondents that the corporate culture 
determines the level of economic empowerment of women entrepreneurs which in one 
contributes positively while on the other hand it limits the economic empowerment of 
women entrepreneurs in Kenya if what has to be undertaken happens to be against the 
societal or corporate culture. It is vital to consider corporate culture before engaging to 
issues related to economic empowerment of women entrepreneurs. 
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4.3.3 Finance  
The majority response of 74% indicated that the availability of finances within a given 
institutions contributes highly to the employees economic empowerment of women 
entrepreneurs. In this regard it was found that the organization that is well positioned 
financially contributes greatly to economic empowerment of women entrepreneurs  since 
it was noted that the organization which is not undergoing the financial constrains may 
decide to support economic empowerment of women in order to have them perform 
better in the future.  
 
4.3.4 Women Responsibility   
The women responsibilities were indicated by the majority of respondents representing 
87% to be key factors which highly contribute to the economic empowerment of women 
entrepreneurs’ in the institution. It was noted that many women have a lot of 
responsibilities starting with those who are married whereby they have to take care of 
their children who need education and other basic needs it was found that many 
responsibilities makes a woman not to put much time to any business the start. This 
creates difficulty in repaying the loans advanced by KWFT and result into high default 
rates. 
 
4.3.5 Women Discrimination  
The issue of women discrimination was indicated by the majority of respondents 
representing 82% to be among the factors affecting the economic empowerment of 
women entrepreneurs. Discrimination was indicated by many respondents as  inevitable 
factor because some tradition has discriminated some genders from taking studies to their 
level of their desires while some men believe the ladies should not be educated than 
them. In this connection it was found that discrimination even in the work area where a 
given gender may be given education allowances and other not given affects economic 
empowerment of women entrepreneurs to a higher extent, since at times may negatively 
or positively affect depending on how it is done.   
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4.3.6 Corruption    
Corruption in the organization was said by the majority of respondents representing 77% 
to be one among the key factors where economic empowerment of women entrepreneurs 
is determined. It was found that due to corruption existing among organizational 
leadership, it has highly been noted to hinder effective economic empowerment of 
women entrepreneurs and Kenya Women Finance Trust is not an exception. In this case 
the study respondents indicated that corruption gives imbalanced chances of advancing 
loans to women who cannot afford to bribe and therefore measures need to be taken on 
the corruption matters.  
 
4.4 Chapter Summary  
The chapter has presented the data analysis as it was collected from the field, and has 
been presented in an understandable manner, with proper interpretation of the same. The 
chapter has given the general overview about the participants and has given details in 
relation to the factors under investigation and their contribution to economic 
empowerment of women in Kenya. 
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CHAPTER FIVE 
SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 
5.1 Introduction 
The researcher sought to establish the factors affecting the economic empowerment of 
women entrepreneurs in Kenya. In this chapter, the researcher has summarized the major 
findings in line with the study’s objective, drawing conclusions from the responses and 
lastly has put forward some recommendations so as to enable the effectiveness of the 
study implementation. 
 
5.2 Summary of the Findings  
5.2.1  What is the effect of corporate culture on economic empowerment of women 
entrepreneurs in Kenya? 
The effect of corporate culture to economic empowerment of women entrepreneurs in 
Kenya was noted to have effect to different extent. In this regard, the rating of effect as 
being very high got 28%, while the majority response contributed to the rating of effect 
as being high by responding by 51%. The rating of effect as being moderate had a 
response of 15%. There was a response of effect as being low where by 3% was the 
figure of the respondents who contributed to the rating of the effect as low. Finally there 
was 3% which rated the effect as being poor. By comparing the response it can be 
concluded that the effect is to a higher extent and organizational management need to put 
corporate culture and its practice in to consideration when making decision on how to 
empower women. 
 
5.2.2   How does finance accessibility affect the economic empowerment of women 
entrepreneurs in Kenya? 
Finance accessibility has effect to the economic empowerment of women entrepreneurs 
in Kenya whereby; the response of effect as very high was 41%, the rating of effect as 
high was 46%, and there was the rating of effect as moderate whereby the response was 
10%. Finally there was a response of effect as being low where those who responded to 
that category gave 3%. This indicated that the finance accessibility affects economic 
empowerment of women entrepreneurs to a higher extent.  
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5.2.3  How does women responsibility affect economic empowerment of women 
entrepreneurs in Kenya? 
The extent to which women responsibility affects economic empowerment of women 
entrepreneurs in Kenya was noted as follows; the response of effect as very high was 
49%, the rating of effect as high was 23%, and there was the rating of effect as moderate 
whereby the response was 18%. Finally there was a response of effect as being low where 
those who responded to that category gave 10% response. This indicated that women 
responsibility affects economic empowerment of women entrepreneurs. 
 
5.2.4  To what extent does women discrimination affect economic empowerment of 
women entrepreneurs in Kenya? 
In relation to women discrimination to economic empowerment of women entrepreneurs 
in Kenya was found to have different contributions. In this response, the effect as great 
was 41%, the rating of effect as moderate was 38%, and there was the rating of effect as 
low whereby the response was 18%. Finally there was a response of no effect where 
those who responded to that category gave 3%. This indicated that the women 
discrimination affects economic empowerment of women entrepreneurs to a great extent. 
 
5.2.5  How does corruption affect economic empowerment of women 
entrepreneurs in Kenya? 
The extent to which corruption affects economic empowerment of women entrepreneurs 
was noted by different respondents to have effect to a large extent whereby; the response 
of effect as very high was 56%, the rating of effect as high was 26%, and there was the 
rating of effect as moderate whereby the response was 13%. Finally there was a response 
of effect as being low where those who responded to that category gave 5% response. 
This indicated that corruption affects economic empowerment of women entrepreneurs to 
a very high extent.  
 
5.3  Conclusions 
It is true that corporate culture is a factor which if not well taken control of may result to 
high failure rate of women entrepreneurs. This is because it was found that corporate 
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culture in a given institution may not be favorable for economic empowerment of women 
entrepreneurs or it may not be supporting economic empowerment of women 
entrepreneurs in a given institution. And also cultural practices from women 
entrepreneurs affect their repayment of advances and also hinder progress. 
 
Finance is the resource which is used on all dimensions of women entrepreneurship. 
Finance happens to be the resource which is used to purchase the materials needed for 
economic empowerment of women entrepreneurs and even for purchase of  services from 
the person who helps one to advance one’s career and therefore if there is no enough 
finance to support the process it may end up failing. 
 
Women responsibility greatly determines the extent to which one may advance her career 
whereby, the women employees who has little responsibilities may find it easier to be 
economically empowerment as compared to the one who have many responsibilities to 
take control of. If responsibilities are well shared among spouses, women would have 
time to concentrate on business as their male counterparts; this can give chance for 
effective economic empowerment of women entrepreneurs in Kenya.  
 
The rate of women discrimination determines the extent of economic empowerment of 
women entrepreneurs in any given institution in Kenya. It was found that economic 
empowerment of women entrepreneurs can only be effected in an area where there is 
minimal or no discrimination. Discrimination brings imbalanced chances of advancing 
interests  since some people will not be given the chances to advance their businesses as 
it is supposed to, whereby on the side of female gender it brings about ineffective 
economic empowerment of women entrepreneurs in Kenya, and vice versa.  
 
It is very true that corruption does not grant equal opportunities to all members in a given 
Institution. Corruption gives some members a chance to be economically empowered. In 
this regard it was found that corruption affects economic empowerment of women 
entrepreneurs negatively since some people get chance to economic empowerment of 
women entrepreneurs while others do not get the chance. 
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5.4 Recommendations  
5.4.1 Corporate Culture  
The organization management should put in to consideration the impact of corporate 
culture on economic empowerment of women entrepreneurs, and make the amendments 
where necessary. This should be done in order to ensure that the corporate culture 
existing in their institution is able to support the economic empowerment of women 
entrepreneurs which will enable high results to be realized.  
 
5.4.2 Finance  
There should be good plan set aside by the management in regard to the available 
resources in terms of finances which will be able to support the economic empowerment 
of women entrepreneurs in good time. Again the management should train those women 
who access finance from their institution on how to manage funds. This is because many 
entrepreneurs misuse fund and end up defaulting in repayment. 
 
5.4.3 Women Responsibility  
The women responsibilities by women entrepreneurs should be shared equally with their 
spouses in order to create time to concentrate with business. The management should 
ensure that the women entrepreneurs are trained on how to balance their businesses with 
other responsibilities. This will enable management to realize their effort in empowering 
women entrepreneurs. 
 
5.4.4 Women Discrimination  
The management of the organization should be keen on the areas where women 
discrimination may happen to take place and set proper rules which will help to eliminate 
the women discrimination. By so doing the organization will have created room for 
women since every women will be treated well without discrimination.  
 
5.4.5 Corruption  
The measures need to be put in place by the organizational authority to deal with any 
person who will be court engaging in corrupt deals which may undermine ones effort to 
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advance empowerment agenda. There should be no compromise on the set rules and 
regulations which may interfere with the economic empowerment of women in relation to 
issues of corruption.  
 
5.5 Suggestions for Further Study 
It is recommended that the study should be conducted on the challenges facing lending 
process by small scale microfinance institution to women in Kenya. This will help to 
improve the lending process.  
 
5.6 Chapter Summary 
The chapter has presented the summary of the study findings in relation to what was 
collected in the field. The chapter has presented the conclusion of the study which has 
been made hand in hand with the factors in considered vital to the study. 
Recommendations of the study have been provided to indicate what need to be done in 
order to improve the state of the study undertakings.        
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APPENDIX I: INTRODUCTION LETTER 
LEWA MWATELA KAMANZA.  
P.O. BOX 5- 00502, KAREN  
NAIROBI.  
14
th
 July 2015. 
kmwatela@gmail.com 
 
THE HUMAN RESOURCE MANAGER, 
KENYA WOMEN FINANCE TRUST,  
 P.O BOX 4197-00506 NYAYO STADIUM 
 NAIROBI. 
 
Dear Sir/Madam, 
RE: APPLICATION FOR PERMISSION TO COLLECT DATA FOR 
ACADEMIC PURPOSE. 
I hereby apply to request for the permission in your esteemed institution to conduct 
research towards my academic endeavors.  
 
I am a Kenyan citizen aged 43yrs, pursuing a master’s degree at the Management 
University of Africa. I am pursuing master’s degree of Executive Master in Business 
Administration, and the university expects me to conduct research, on the factors 
affecting economic empowerment of women entrepreneurs in Kenya with reference to 
your esteemed organization of Kenya Women Finance Trust. Your cooperation will 
greatly be appreciated.  
 
Am looking forward for your positive response.  
Thanks in Advance.  
 
Yours faithfully, 
 
Lewa M. Kamanza.  
 ii 
APPENDIX II: RESEARCH STUDY QUESTIONNAIRE 
The study is conducted on Factors Affecting Economic empowerment of women 
entrepreneurs in Kenya with an aim of improving women performance of women 
entrepreneurs. The respondents are expected to take 20 to 30 minutes for completion. 
Please tick within the boxes and fill the structured questionnaire with applicable answers.  
SECTION A: PERSONAL INFORMATION 
1. Gender 
Male  
Female 
2. Age 
Between 18-30 
Between 31-40 
Between 41-50 
Above 50 
3. Marital status 
Single  
Married 
Separated 
Divorced 
Widowers  
4. Highest Education level 
Secondary 
College  
University 
5. Work Experience  
1month to 1 year 
Between 1year to 4 years  
Between 5-10 years  
Above 10 years  
 
 
 iii 
SECTION B:  CORPORATE CULTURE 
i) Do you think there is a corporate culture that has effect on empowerment of women 
entrepreneurs in Kenya? 
Yes  
No  
Explain………………………………….…………………………………………………
…………………………………………………………………………………………..… 
ii) Does corporate culture affect economic empowerment of women entrepreneurs in the 
organization? 
Yes  
No  
Explain …………………………………………………………………………………… 
…………………………………………………………………………………………..… 
iii) How would you rate the impact of corporate culture to economic empowerment of 
women entrepreneurs?  
Very High  
High  
Moderate  
 Low 
Poor  
iv) Give you views on how to overcome corporate culture factor challenges facing 
economic empowerment of women entrepreneurs in Kenya…………………………..… 
……………………………………………………………………..……………………… 
 
SECTION C:  FINANCE 
i) What are the major sources of finance for economic empowerment of women 
entrepreneurs in Kenya?…………………………………………………………………… 
……………………………………………………………………………………………… 
 
 
 iv 
ii) Does finance accessibility affect economic empowerment of women entrepreneurs in 
Kenya? 
Yes  
No  
Explain …………………………………………………………………………………… 
 
iii) How can finance accessibility effect be rated to economic empowerment of women 
entrepreneurs in Kenya? 
Very High   
High  
Moderate  
low  
iv) What should be done in order to enable effectiveness of economic empowerment of 
women entrepreneurs in Kenya through finance? ………………………............................ 
……………………………………………………………………………………………… 
 
SECTION D:  WOMEN RESPONSIBILITY 
i) Do you think women entrepreneurs have many responsibilities? 
Yes 
No  
ii) Does responsibilities affect economic empowerment of women entrepreneurs in 
Kenya? 
Yes  
No  
Explain ………………………………………………………………………………. 
iii)  How would you rate the impact of women responsibility to economic empowerment 
of women entrepreneurs?  
Very High  
High  
Moderate  
 Low 
 v 
iv) Give an advice on what need to be done on responsibility to ensure that there is 
effective economic empowerment of women entrepreneurs in Kenya?.............................. 
……………………………………………………………………………………………… 
 
SECTION E:  WOMEN DISCRIMINATION 
Do you think there is women discrimination taking place within the society and in the 
business world? 
Yes  
No  
Explain …………………………………………………………………………………… 
…………………………………………………………………………………………… 
 
ii) If yes explain how you think that it’s a factor affecting the economic empowerment of 
women entrepreneurs in Kenya……………………………………………………………. 
……………………………………………………..……………………………………….. 
 
iii)  How would you rate discrimination to economic empowerment of women 
entrepreneurs in Kenya? 
Great  
Moderate  
Low  
No effect  
 
iv) Give you views regarding discrimination facing economic empowerment of women 
entrepreneurs in Kenya?…………………… …………………………………..………… 
 
SECTION F:  CORRUPTION 
i) Does the organization experience some issues of corruption among employees? 
Yes  
No  
Explain ………………………………………………………………………………. 
 vi 
ii) Does corruption affect economic empowerment of women entrepreneurs in Kenya? 
Yes  
No  
Explain ………………………………………………………………………………. 
 
iii) How can corruption effect be rated to economic empowerment of women 
entrepreneurs in Kenya? 
Very High   
High  
Moderate  
Low  
 
iv) Suggest ways to improve the state of corruption in order to enable high improvement 
on economic empowerment of women entrepreneurs in Kenya?…………………….…… 
………………………………………………………………………..……………………. 
 
THANK YOU FOR YOUR COOPERATION 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 vii 
APPENDIX III: RESEARCH BUDGET 
ACTIVITY  COST 
Typing  and Printing  4,000      
Educating the respondents  6,000 
Transport  5,000 
Communication (Airtime) 2,500 
Binding  2,600 
Miscellaneous  10,000 
Total 31,100 
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APPENDIX IV: WORK PLAN 
ACTIVITY TIME 
Preparation of questionnaire  1
st
 two weeks of July   2015 
Pre-testing of questionnaire 2
nd
 two weeks of July2015 
Amendment of pretested questionnaires  1
st
 Week August 2015 
Data Collection  Last three weeks of August 2015 
Data Analysis And Presentation September  2015 
 
 
 
 
 
 
